The objective of this paper is to determine the main features of job satisfaction in the Spanish
INTRODUCTION
Many factors affect job satisfaction, as previous literature has shown, and due to its personal nature, job satisfaction affects many aspects of work, the market for labor, and the economy. Although researchers have studied job satisfaction for decades, this paper analyzes the Spanish labor market, which is affected by a very long economic recession. Gazioglu and Tansel (2006) propose four measures of job satisfaction relating to personal and labor features: autonomy, pay satisfaction, a sense of achievement, and respect from supervisors, for example. This paper contributes to the literature analyzing labor satisfaction with respect to industrial composition and occupations. Van der Meer and Wielers (2013) also model job characteristics that affect job satisfaction or intrinsic motivation and thereby happiness. They include other control variables known to affect happiness. Similarly, Smith and Shields (2013) study motivation among factors related to job satisfaction. They study characteristics related to job satisfaction in a group of workers, based on the motivation definition proposed by Herzberg. Further, Robles-García et al. (2005) show that job satisfaction is strongly associated with positive perceptions of organizational characteristics. The most important and widely considered characteristics were: the environmental plan, the hierarchical relationship, promotion and professional development, and the worst values were retribution, knowledge, identification with objectives, and training. Socio-demographic factors had less influence on satisfaction. Dueñas et al. (2010) find that personal characteristics somewhat explain job satisfaction. They use two ways to study the job quality: one based on job characteristics and the other on the perception of workers about their job. We try to identify the link between job satisfaction and the main features of job. They estimated models whose data come from Quality of Labor Life Survey (QLLS). In order to measure the quality of job, they estimate an index using the information about 12 job characteristics.
Our study has four objectives. First, we study job-related variables that most affect job satisfaction. Second, we segregate these variables into homogeneous groups. Third, we analyze how the economic cycle affects satisfaction variables. Fourth, we establish a hierarchy to determine which independent variables and/or factors obtained in principal-component analysis (PCA) most influence job satisfaction.
We update and extend the analysis of satisfaction in the current job market using independent variables that focus on personal and inherent factors. For this purpose, we use microdata from the 2007 , 2009 by the Ministry of Employment and Social Security of Spain (2010 is the most recent data available in 2017). We create three different models: one includes only personal features, the second includes only organizational features, and the third includes both personal and organizational features. We want to know which variables best explain job satisfaction. For this purpose, we first use general linear models (ANOVA). After that, we use stepwise multiple linear regression and 14 variables referred to each job to determine which ones affect the dependent variable most. Second, we eliminate the interaction between 14 job-related variables through a principal-component analysis. From the obtained factors, we propose a stepwise multiple regression analysis, which ranks the effects of job-related variables on job satisfaction. The R-squared is 74%, 73%, 51%, and 63% for each year, respectively. Finally, we compare the results of stepwise multiple regression on the original variables, with and without doing principalcomponent analysis. We contribute to the job satisfaction literature with this combination of methodologies and by using the factors provided by the principal-component analysis. These factors are the explanatory variables of a stepwise multiple regression.
We analyze the Spanish labor market during the economic crisis of 2008, which stimulated a new era of employment relations marked by a higher unemployment and job instability (Laparra et al., 2012) . Job instability seems to be an important factor of exclusion. In turn, employment gradually loses its integrative capacity. Accordingly, Sánchez-Sellero et al. (2017) analyze temporary job satisfaction among salaried workers during the Spanish economic crisis of 2008.
Firms have to adjust to the ups and downs of the economic cycle, and that may cause many workers to become unemployed and look for new jobs during downturns. Similarly, the Spanish economic crisis temporarily destroyed jobs, slowed hiring, raised unemployment, and very slightly increased labor inactivity (Fundación FOESSA, 2014) . For Merino et al. (2012) , the Spanish economy, unlike other countries, is characterized by its cyclical pattern; that is, job creation and destruction are very sensitive to the economic cycle, which carries a high social cost.
We explore whether the economic crisis of 2008 changed the factors that affect job satisfaction by studying 2007 (economic growth) and 2008, 2009 and 2010 (economic crisis) . Our theoretical revision includes contributions applied in different European and Western countries. These studies support our empirical study. Thus, we believe that the factors that affect job satisfaction in Spain are basically the same as in the rest of Europe and other Western countries. One limitation of our study, however, is that there is no microdata after 2010.
Section 2 of this paper reviews the concept of job satisfaction, as well as its variables or determinant factors. Section 3 reviews the data-in this case, the Quality of Labor Life Survey (years 2007, 2008, 2009 and 2010) , methods and variables. Section 4 provides the methodology, general linear model (ANOVA), principal-component analysis, and stepwise multiple linear regression. In section 5, we develop different models with different variables, we review the results, and we review the suitability of the model. Finally, section 6 provides a conclusion. Hoppock (1935) analyzes different population groups and finds that worker attitude significantly affects job satisfaction and the development of their labor responsibilities. This is one of the earliest studies about the topic. He conducted his research by comparing workers' perceptions of their jobs with their previous expectations of their jobs. He finds that workers will be unsatisfied if they believe they are disadvantaged in relation to their colleagues or if they feel their previous jobs had better labor conditions. Hoppock also finds that the more satisfied workers are with their jobs, the better they perform. Cohrs et al. (2006) show that job satisfaction is a function of situational conditions, personal features, and the interactions between the two. Much research supports the idea that personal characteristics affect job satisfaction. Job satisfaction is a significant factor in the economic analysis of the labor market (Gamero 2005) because labor expectations play a role in how personal features (age, gender, studies) influence job satisfaction. The lower an employee's labor expectations are, the more likely the employee will be satisfied. Franek and Vecera (2008) test this relationship between job satisfaction and personal variables in a group of people in different occupations. Koustelios (2001) also studies the relationship between personal features and specific issues of job satisfaction. Koustelios (2001) and Okpara (2004 Okpara ( , 2006 demonstrated that personal features such as gender and age are significant predictors of job satisfaction.
THEORETICAL REVISION

Influence of Personal Features on Job Satisfaction
In general lines, Clark et al. (2011) expose that job satisfaction increases with age; nevertheless, there are arguments and empirical evidence that the relation has a U shape, decreasing moderately in the first years of employment and increasing constantly until retirement. Aristovnik and Jaklič (2013) find that older workers are the most satisfied. However, Ghazzawi (2011) concludes that age does not play a role in job satisfaction. Allen and Van der Velden (2001) find that education affects wages and other aspects of the labor market; for these authors, skill sets are much better predictors of job satisfaction than the training level. Donohue and Heywood (2004) analyze job satisfaction in relation to gender. That study finds that women tend to express greater job satisfaction, though this is not true for younger workers. It does not find a gender satisfaction gap, but it does find that wage is less of a driver of job satisfaction for women than men. Westover (2012a) establishes that job satisfaction affects a great variety of social areas, and organizations should recognize this. A lot of other studies show that women have higher levels of job satisfaction than men. Sánchez et al. (2007) confirm this result. To all of this, we incorporate the influence of other organizational, job, and sociodemographic variables of job satisfaction. Gazioglu and Tansel (2006) also conclude that women are more satisfied than men and that there is a U-shaped relationship between job satisfaction and age. Bòria-Reverter et al. (2012) analyze the connections among wages, intangible actives, and job satisfaction. Their concept of organizational climate is based on environmental attributes. They propose that if employees like their working conditions, they propose, then they are more likely to want to help the firm achieve its goals. Strengthening a labor climate, therefore, is related to organizational performance, and more specifically the following indicators (Cuadra-Peralta and Veloso-Besio, 2010) work-life balance, social compensation, job satisfaction, and directive quality (leadership). Robles- García et al. (2005) show that job satisfaction is associated with positive perceptions of the organization itself. Chiang et al. (2010) show that job satisfaction is important in the analysis of organizational behavior because for the majority of employees, work is an objective or a way to reach personal satisfaction. Accordingly, job satisfaction and dissatisfaction manifests itself in the quality of execution and performance. Judge et al. (2001) make a quality and quantity revision in relation to job satisfaction and labor performance. The mean true correlation between overall job satisfaction and job performance is 0.30.
Influence of Job Features on Job Satisfaction
Labor motivation is an incitement to act worse or better at work. Pérez (1997) uses a historic-sociologic perspective to study different approaches to motivation and job satisfaction. Research results (Alnıaçık et al. 2012) show that motivation has a positive correlation with organizational commitment and job satisfaction. Individual respondent characteristics (except gender) do not have any significant association with motivation. Caballero (2002) proposes two motivation theories to explain the behavior of job satisfaction; relations in the labor area and at a motivational level. These theories contribute to the development of two job-satisfaction models.
The first model is "the theory of two factors" by Herzberg et al. (1959) . The model indicates that employees have two necessities: an agreeable physical and psychological environmental at work (hygienic necessities) and an agreeable job (motivation necessities).
The second model is "the model of the job satisfaction determinants," proposed by Lawler (1973) . It emphasizes the "expectancies-recompenses" relation in different aspects in job. This model is based on the motivation theory of Lawler and Porter (1967) and states that the relation between expectancies and recompenses causes job satisfaction or dissatisfaction. Therefore, if the recompense from job performance is better than expected or better than the employee's last job, then the employee experiences job satisfaction. If the opposite occurs, dissatisfaction appears. The recompense concept refers to compensation as well as recognitions, promotions, evaluations, etc.
Petrescu and Simmons (2008) study how remuneration affects the relation between human resources management and job satisfaction. Singh and Loncar (2010) examine the relation among satisfaction with wage, satisfaction with employment, and change of employment. Tremblay et al. (2012) demonstrate that family motivation and professional development motivation have positive effects on satisfaction; good economic conditions are not enough.
Gamero (2007, 2010) considers employment not just a combination of wages and hours; rather, there are other relevant factors. Gamero (2005) affirms that labor stability and promotion possibilities have a deep impact on job satisfaction. In Spain, job features most likely to affect job satisfaction are, in hierarchical order: day-today tasks, employment stability, work-life balance, perception of economic recompense, and relations with immediate supervisors.
Westover and Taylor (2010) explore the differences in job satisfaction among countries and their determinants over time. The global market for labor has become more and more competitive, and organizations ask for more from their employees. Increasing job satisfaction can help achieve that. Job satisfaction is a dynamic concept that changes with personal and environmental conditions (Westover, 2012b) .
Therefore, we want to find out if personal or job-related features are more important for explaining job satisfaction. We also want to know if the economic cycle is a relevant determinant of job satisfaction.
DATA, METHODS, AND VARIABLES
Objectives and Hypothesis
We define the following hypotheses to fulfil our initial objectives (section 4).
Hypothesis 1: Job-related variables explain job satisfaction.
We will test different models by changing the independent variables. The independent variables are personal characteristics in group 1 models, the independent variables are job characteristics in group 2 models, and the independent variables are both in group 3 models.
Hypothesis 2: Job-related variables that affect job satisfaction fall into homogeneous groups.
After establishing that job-related variables are the best to explain job satisfaction, we introduce more variables into the model (14), and we made groups between them through the principal component analysis (PCA analysis).
Hypothesis 3: Economic cycles affect job satisfaction variables.
We repeat the previous process (PCA analysis) in different years before and during the economic crisis in order to find out similarities and differences. We also obtain the job satisfaction average of all variables in those years to study the effect of economic cycle on job satisfaction.
Hypothesis 4: Motivation, activity, and personal development most affect job satisfaction.
It is a matter of knowing which variables or groups of variables (factors) are the ones that best explain job satisfaction, using stepwise multiple linear regression, which adds variables step by step. This regression is done in two ways: 1) from the factors (groupings of variables) obtained in PCA analysis, and 2) from the 14 independent variables of the initial model.
Hypothesis 4 does not contradict hypothesis 1 because motivation, activity and personal development (hypothesis 4) are some groups of job-related variables (hypothesis 1) that affect greater on job satisfaction.
Method
The methodologies (ANOVA, principal-component analysis and stepwise multiple linear regression) are appropriate for these variables and the study objective. We test some results, which confirm the competence of the applied methods.
Procedure
We use three methods. We will include personal and job-related variables in order to explain job satisfaction, using linear modeling (ANOVA). ANOVA model is adequate when dependent variable is numerical (job satisfaction) and independent variables are categorical, as in this case. After knowing that job-related variables are the most influential, we will make homogeneous groups among them by means of a principal component analysis (PCA analysis). Finally, we will use a stepwise regression to rank job-related variables according to their relevance. The application of these three methodologies will go with their results interpretation. The QLLS questionnaire has different sections depending on the research objectives, including sociodemographic data (age, gender, and education level), employment situation (variables that describe jobs), and quality of life at work (job satisfaction, job organization, labor environment, labor relations, work time, job safety, academic training, professional training, compensation, attitudes, opinions, collective bargaining, trade unionism, labor mobility, geographical mobility, and work-life balance).
Research Sample
The QLLS sample uses a three-stage stratified sampling. This survey considers in each sampling a stratum of Spanish regions and different municipality sizes. In the first stage, the survey defines a sample of census sections with probabilities in proportion to the size of each section; in the second stage, it selects from each first-stage census section a sample of households (with equal probability for each house in the section). Finally, within each second-stage house it randomly selects an employed resident.
Data Analysis
Our scope of application includes all Spanish workers. The QLLS survey includes 7,782; 8,351; 7,981; and 8,061 people in 2007, 2008, 2009, and 2010, respectively. We remove respondents who did not answer all the questions, leaving 5,656; 6,199; 6,274; and 5,841 people (in the first models). The population is around 18-20 million people. We weigh the elevation factors to extend the population results. We use SPSS Statistics 24.
RESULTS AND DISCUSSION
We propose the following to test hypothesis 1. The dependent variable is the degree of satisfaction with the current job (DScurrentjob) and the independent variables are sex, age (category), education level (all of them qualitative variables), the degree of motivation-satisfaction (DSmotivation) 1 , degree of activity satisfaction (DSactivity), degree of satisfaction with the job organization (DSjoborganization), and degree of wage satisfaction (DSwage) (all of them quantitative, ranging in value between 0 and 10). Job features include schedule, work hours, the presence of a contract, the sector of activity, etc. The degree of satisfaction with many of these features depends on each person. In turn, it is possible that two people earning the same wage have different degrees of satisfaction with that wage. We do not consider age and gender as personal features. We could consider age and gender as pseudo-labor characteristics because they relate to personal perceptions of certain job features.
The initials models are in Table 1 (general linear model, ANOVA); the variables description is in Table 2 . The independent variables are the personal features in the model of group 1, the job features (pseudojob features) are in the model of the group 2, and both types of variables are in the models of group 3. Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 . Table 1 shows that the models for group 1 do not explain the variation in job satisfaction for the sample (the R-squared values are 1.5% and 3.5% in 2010). Dueñas et al. (2010) also find that personal characteristics somewhat explain job satisfaction. This suggests that while personal characteristics explain between 1% and 4% of job satisfaction, job characteristics (group 2) explain more than 50% in 2007 . Similarly, Mpeka (2012 shows that colleagues, remuneration, promotions, supervision, and job duties have a significant influence on job satisfaction; while age and gender do not. Therefore, these factors should improve job performance.
Among the models of group 3, which contains both personal and job characteristics, we develop (see table 3) a model of main effects that has an R-squared of 0.575 in 2010. We choose this model, but it has a little difference with the model validity with other groups, because in the factorial model the software results are too long. The degree estimations of each factor that affects the dependent variable appear in Table 3 . The statistic partial squared eta is obtained for an A effect using the following formula 1:
(1) where F A is the statistic of A and gl the degrees of freedom. It is a proportion of the explained variance, as well as estimated proportion of the variation of the dependent variable explained by each effect. In this case, the highest values of this statistic correspond to DSmotivation or DSjobenvironment, DSactivity, Sjoborganization, and DSwage, making them the factors that have the most effect on job satisfaction (DScurrentjob).
Therefore, we accept hypothesis H1, which suggests that job-related variables better explain job satisfaction. To test hypotheses 2 and 3, we consider that organizational or job variables better explain job satisfaction (Sánchez-Sellero et al., 2014) . So the next model includes only these variables and ranks them using the stepwise multiple linear regression met-
hod.
3 This method is useful to explain a dependent variable (in this case, DScurrentjob). We use statistical software to select the group of variables that are significant predictors of job satisfaction and adjust the model. 4 We then compare each variable's contribution.
In this sense, we consider a dependent variable (DScurrentjob) and some independent variables that measure each person's subjective satisfaction with labor issues such as motivation, activity, wage, etc. We propose that, as demonstrated, job satisfaction does not depend on personal variables but rather on the degree of satisfaction with labor issues. However, we must still determine the degree of dependence between in- Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 .
dependent and dependent variables, as well as whether is it more important to be satisfied with the job, the wage, the activity, or the boss. For this purpose, we apply principal-component analysis as a step preceding to the stepwise regression. We classify independent variables in homogeneous groups through principal-component analysis. Table 4 shows means and variation rates for dependent and independent variables that take values from 0 to 10. The degree of wage satisfaction (DSwage) is the second variable with a lower average score, which indicates the effect of the economic crisis. Many public-and private-sector workers have had their wages reduced during that time.
We justify the use of the principalcomponent analysis (PCA) in table 5. In 2007 5. In , 2008 5. In , 2009 5. In , and 2010 , the determinant of the correlation matrix is almost zero, the KMO (Kaiser-Meyer-Olkin Measure) is >0.500, and Bartlett's test has a p=0.000<0.05, which let us reject the hypothesis of identity matrix. Two studies about job satisfaction (PCA), Platis et al. (2015) and Leung et al. (2015) , weigh the factors that affect job satisfaction. Source: own elaboration using data from QLLS (Ministry of Employment and Social Security of Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 .
We extract five, seven, seven, and six factors in the analysis of 2007, 2008, 2009, and 2010 respectively. We then apply the Quartimax rotation and order the coefficients by size (see diagonals in table 6).
6
Thus, the extracted factors explain between 70% and 80% of the variability. Table 6 shows the rotated component matrix. The factors have a mean of 0 and a standard deviation of 1. In addition, the correlations between the explanatory variables are 0. We see that DSwage does not group with any other variable. The saturations are higher than 0.500 in the diagonal, indicating a strong association. We have kept the diagonals of the 4 rotated component matrix in order to highlight factors (see diagonals in table 6). Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 . Therefore, we make very similar groups with 14 job-related variables as proposed in H2. These groups have the greatest similarities in economic crisis years. We accept hypothesis H3, suggesting that the economic cycle affects job satisfaction due to increased workloads during the crisis period. There are three areas of exception, however (stability, salary, and schedule flexibility).
We test hypothesis 4 through the stepwise regression in two ways: with the original variables related to work, and with the extracted factors of principal-component analysis. Aizawa et al. (2015) do a similar regression analysis with PCA factors. We first try to make groups of variables; then we introduce new variables (factors) in a regression model. This regression method is useful for explaining a dependent variable (in this case DScurrentjob) versus several potential independent variables (predictors) without a theory that allows us to preselect a subset of predictors to evaluate the model. We use software to conduct the statistical analysis and to select several variables that contribute significantly to the model fit. We only introduce variables that are significant predictors of job satisfaction. We contrast the contribution of each independent variable from the partial correlation coefficient through the hypothesis of independence between each independent variable and the dependent variable. Goetz et al. (2015) apply a stepwise regression model to job satisfaction, although they use different variables.
We introduce a variable according to the stepwise method and test the hypothesis of independence if the critical level of the partial correlation coefficient is less than 0.05 (probability of entry). We do not introduce a variable into the model if the critical level is greater than 0.10 (probability of exit). Table 7 only shows an abstract of stepwise regression models for different years from PCA factors; Table 8 shows a comparison of both processes (with and without PCA). Table 7 shows the value of R and R-squared at each step. The typical error of the estimation decreases from 1.35612 to 1.06569 in 2010. We evaluate different selection criteria by analyzing changes in R-squared when variables are incorporated into the model. A big change in R-squared indicates that the variable (in this case, the factor 1) significantly explains what happens with the dependent variable. We include the F-statistic to test the hypothesis that the change in R-squared is zero in the population, as well as the critical level associated with the F-statistic. The six independent variables (which are PCA factors) explain 63.0% of the variance in DScurrentjob in 2010. The Durbin-Watson statistic is 1.973, whereby we assume independence between residuals. This is one assumption of the linear regression model. Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 .
The model improves when we introduce the factors from step 1 to 13 (the last), because the sum of squares of regression increases, whereas the residual sum of squares decreases.
Our last step is to do a stepwise regression with the 14 original job-satisfaction variables and then compare results. We obtain positive and significant coefficients. Table 8 shows the hierarchy of variables in this pro-cess, as well as the hierarchy of the factors obtained in the previous regression. The Spain, 2007 Spain, , 2008 Spain, , 2009 Spain, and 2010 .
R-squared of both regression processes for 2007, 2008, 2009, and 2010 are in table 8. We accept hypothesis H4, which states that motivation, activity, and personal development most affect job satisfaction.
The models significantly improve if the explanatory variables are related to work, as we can see in Table 1 . Table 3 shows that the variation in the dependent variable explained by each effect (partial squared eta) in variables related to work is much higher than in personal variables in both the growth year (2007) and the crisis years (2008, 2009 and 2010) .
The variation in the means of the degree of satisfaction increases from 2007 to 2010, with the exceptions of DSscheduleflexibility (-1.5%), DSstability (-2.7%), and DSwage (-6.5%). This suggests that the economic crisis of 2008 caused higher labor instability and lower wages. Therefore, job satisfaction increases with economic crisis, though satisfaction with schedules, stability, and wages do not increase. Similarly, Bell and Blanchflower (2011) show that the economic crisis of southern Europe in 2007-2010 caused lower job satisfaction and higher unemployment, mainly among young people. Markovits et al. (2014) also demonstrate that the economic crisis has negative effects on jobs in Greece.
Our paper does not study what happens to motivation before and during the economic crisis, because the database does not provide this variable in 2007. However, we show that motivation remains stable in 2008, 2009 and 2010 . Considering these previous studies in other countries, we propose that this crisis also had a negative effect on labor in other European and Western countries, although each one has its own singularities.
Therefore, and as a result of the mentioned studies in other European countries, the economic crisis reduced levels of satisfaction in those years. However, the results of our paper made by Spanish data, show that the average satisfaction levels of the 15 considered variables increase slightly, with only 3 exceptions (flexibility of schedules, stability and wages); during the economic crisis, contracts are less stable and wages are lower, hence the decline in job satisfaction of these variables. Our findings reflect that the cycle changes the results on satisfaction, but this effect is not uniform between the studied countries.
The rotated component matrix in 2008, 2009 and 2010 has many similarities (Table  6 ). Factor 1 includes the degree of satisfaction with activity, personal development, and motivation; factor 2 includes schedule flexibility, relaxation time, and work day (all related variables). The results of the factor groups -stability, holidays, and permissions in 2007, 2008, 2009, and 2010 -show The stepwise regression in Table 7 shows that factor 1 has the greatest influence on job satisfaction. Wage (factors 5, 7, 6, and 6 in 2007, 2008, 2009, and 2010, respectively) somewhat explains job satisfaction (specifically the third, the sixth, the third, and the fifth positions, respectively). Wage also occupies second, fourth or fifth place of the 14 explanatory variables when we compare the stepwise regressions made with the original variables (Table 8 ). There are four variables out of the model in 2009; as a consequence the model has 10 explanatory variables.
We highlight two important ideas. First, the hierarchy of variables in the regression is not the same if the PCA is implemented or not, because the PCA removes the interaction of the variables involved. Second, the goodness of fit in stepwise regression models made with the original varia-bles and with PCA factors is very similar (R 2 =0.634 and R 2 =0.630 in 2010). We will continue studying the evolution of the labor market, because it affects job satisfaction and the welfare of the country.
CONCLUDING REMARKS
Many factors can influence job satisfaction in our theoretical framework: the personal features of each employee, the jobrelated features, environmental factors, the macroeconomic context, and the overall policy framework.
We use the data from the 2007, 2008, 2009, and 2010 Quality of Labor Life Survey (2010 is the most recent data available in 2017). We apply different methodologies (general linear models (ANOVA), principal-component analysis, and stepwise multiple linear regression) in order to explain DScurrentjob. We study job satisfaction through a new combination of statistical techniques in years corresponding to different parts of the economic cycle.
We consider factors or variables that affect job satisfaction. We include the three most important personal and 14 most important job-related features. We have multiple objectives. First, we aim to find out which group characteristics influence job satisfaction to test hypothesis 1. The results of linear models (ANOVA) show that job-related features better explain job satisfaction. Empirical studies reach the same conclusion, although the model variables are not exactly the same.
Second, we test hypothesis 2. Once our results show that this group corresponds to job-related features, we rank the effects of those features. We classify variables in homogeneous groups or factors through principal-component analysis. We recognize four factors related to the principal-component analysis with job-related variables during the crisis years. Factor 1 groups activity, personal development and motivation, factor 2 groups schedule flexibility, relaxation time, and workday; factor 3 groups stability, holidays, and permissions; and factor 4 is wages.
Third, we test hypothesis 3, which measures job satisfaction related to workload increase during an economic crisis, with some exceptions, such as DSstability and DSwage. We find the economic crisis of 2008 raises labor instability and lowers wages.
Fourth, we test hypothesis 4. We try to find variables and/or factors that most affect our dependent variable, DScurrentjob. The most relevant variables are activity, personal development, and motivation (factor 1). The stepwise regression with PCA factors shows that factor 1 has the greatest influence on job satisfaction every year in the study. We find that the variables affecting job satisfaction are the same during an economic crisis and during economic growth; that is, they do not depend on the economic cycle, although the hierarchies of variables are more alike during an economic crisis (2008, 2009 and 2010) than during economic growth (2007) .
As a result of the literature review, we deduce that job satisfaction improves labor performance, labor productivity, and the employer's competitiveness. Public and private institutions should think about how their decisions favor this type of satisfaction and should take actions that improve workers' attitudes toward their jobs. Ideally, workers' job satisfaction would increase if employers and employees attend training courses in order to improve organizational skills, scheduling, autonomy, etc. Also, incorporating psychology and sociology materials in business education and management training could improve worker motivation and the personal deve-lopment of subordinates. The leaders of the firm should increase employee motivation.
After all, what benefits the employees benefits the firm and the manager.
Job satisfaction is defined in different ways and varies by economic cycle and country. The Spanish economic situation in 2017 is improving, but unemployment continues to be high and worker demands are low -largely, they prefer to have a job with bad working conditions and a low salary than no job at all.
